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The purpose of this paper is to analyze the 
contribution made by multinational corporations to the 
dissemination of managerial know-how in less economically 
developed countries. 
Most economists appear convinced that enhanced human 
know-how is the single most important factor accounting for 
the growth of total output, per capita and per worker. Of 
those specifically within the set of human resources which 
are the most critical for development, perhaps the most 
serious manpower constraint in less economically developed 
countries is the general scarcity of entrepreneurial and 
managerial ability. According to Farmer and Richman, 
In all economic systems, management is a 
primary active ingredient in the productive 
process. A country can have endless resources 
of all sorts but unless management is applied 
to the factors, production will be close to 
zero. Moreover, the better the management, the 
greater will output be. Managerial effective-
ness is
1
the critical factor in the economic 
system. 
With particular reference to less economically developed 
countries, Howard Pack has noted, 
It is generally agreed that if factor prices 
are correct in LDCs, labour-intensive opera-
tions will be adopted, especially in ancillary 
operations. But there is no deus ex machina at 
work, translating factor prices into correct 
choice or technique. Rather, it is a plant 
manager or director who performs this function. 
Correct translation of factor prices into pro-
duction techniques depends critically ~n their 
abilities and perception of the world. 
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An appreciation of the significance of managerial know-
how in facilitating and directing the process of economic 
growth can also be obtained by noting who is a manager and 
what it is that managers generally do. A very brief summary 
of a voluminous literature indicates that a manager is one 
who is involved in the formulation and implementation of 
policy. Managers may be distinguished by the degree of 
their involvement in the formulation and implementation of 
policy and the scope of their activities. Thus, a "top 
level" manager may devote himself or herself to planning and 
target setting, spending li_ttle time on policy 
implementation; the scope of activity of such an individual 
is as wide as the firm. A "middle level" manager deals, 
basically, with the implementation of programs and general 
administratign; scope here is defined by function. A "low 
level" manager is concerned almost exclusively with 
implementation and job supervision. All managers share 
certain common features, namely having the authority to 
decide, to implement, to coordinate and to control 
activities within their designated spheres of power, and all 
are accountable to the owners of firms or the owners' 
designated representatives for producing results and 
achieving goals. 
Managers are involved in making and implementing 
decisions in such areas as: 
Combining productive resources, assuming that the 
coefficients of production are not fixed. 
Adapting technology in ways which are appropriate, as 
defined by the goals of the firm, to the economy. 
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Allocating production both between domestic and foreign 
markets artd within a national market. 
Organizing and maintaining accounting and bookkeeping 
systems. 
Organizing labor, scheduling, communicating and 
administering work assignments. 
Establishing training and incentive systems for 
different grades of personnel. 
Evaluating performance, hiring, firing and promoting of 
personnel. 
Determining how to advertise, engage in or otherwise 
provide for market research. 
Developing and/or administering warehouse and inventory 
systems. 
Securing access to government as the need arises. 
Contributing to defining the size of overall and/or 
specialized budgets. 
Forecasuing sales and establishing channels for product 
distribution. 
Communicating new product development, including 
packaging, to the sales force and wholesale customers. 
Developing customer support services. 3 
What needs to be emphasized is that managers exercise 
authority and are responsible. Authority implies the right 
to decide, to implement, to coordinate, and to control. 
Responsibility implies accountability for producing results 
and achieving goals. 
While significant differences in the educational 
policies of England, France, Belgium, Portugal and The 
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Netherlands did exist, colonial governments generally did 
relatively little to help develop the skills and know-how of 
the indigenous inhabitants of their colonial dependencies, 
especially those required to.operate a modern state and 
economy. As a result, upon securing political independence, 
most less economically developed countries found themselves 
seriously lacking an adequately trained, indigenous cadre of 
top and middle level personnel. They were incapable of 
fully staffing their bureaucracy, and even less able to 
replace expatriate managers in private sector firms. At the 
time of independence, according to Bigsten and Collier 
(1980), 55% of all managerial level personnel in Kenya's 
private sector were non-citizens and, with respect to top 
level administrators, fully 81% were expatriates. 4 
In order to take effective control over the levers of 
' 
power, newly independent LDCs sought to rapidly replace 
colonial civil servants and expatriate managers with 
indigenous personnel. Multinational enterprises, according 
to the literature, possess an appreciable supply of 
managerial expertise which they utilize in their overseas 
operations. The organization theory of foreign direct 
investment emphasizes that, in order to be able to compete 
against indigenous entrepreneurs, foreign direct investors 
must possess some special attribute or factor of production 
which is sufficient to tip the competitive scale in their 
favor. Managerial know-how and the knowledge of how to 
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train and motivate managers is assumed to be one of the 
technological advantages of firms engaging in private direct 
investment which enables such firms to compete abroad 
successfully (Hood and Young, 1979). Harry Johnson (1970) 
has gone so far as to argue that the transference of 
knowledge is the crux of the direct investment process and, 
as we have tried to show, the training of managers is 
critical to the successful transfer of know-how. Given 
their desire to indigenize their managerial cadre as rapidly 
as possible, as well as to partake in such other advantages 
which multinationals have promised to confer on host 
countries, most LDCs actively sought to attract foreign 
direct investment. 
The available data indicates that Kenya has made 
appreciable progress in indigenizing its managerial cadre, , 
between 1970 and 1980, local managers as a proportion of all 
managers rising from 51% to 77.5% (Government of Kenya, 
1972, 1978, 1983). Precisely what contribution 
multinational firms made to the growth of an indigenous 
supply of managers is, of course, the issue of this paper. 
Multinationals can contribute to the development of an 
indigenous supply of managers by training and retaining them 
or by training managers who then move on to join other 
firms. 4 The former is what we generally think of as the 
direct impact of multinational training and employment. 
Here, while managers are being trained and possibly promoted 
to more responsible positions, their contribution is 
restricted to the individual multinational firm in which 
they obtain their training and in which they continue to 
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be employed. In the latter case, we have what may be termed 
an example of the "spread" effect of management training. 
Here, individuals are trained and then move on to 
disseminate their managerial know-how by establishing and/or 
joining other firms. It is this "spread" effect which is 
generally assumed to constitute the most significant 
contribution of multinational firms to the development 
of an indigenous cadre of managers. This, though, will only 
be true if the skills transferred are appropriate to the 
conditions that prevail in the host country. Otherwise, the 
mobility of inap·propriately trained managers will result in 
non-multinat~onal firms emulating the worst features of the 
foreign-owned enterprises. 
METHODOLOGY 
To analyze the contribution made by multinational 
enterprises to the spread of managerial know-how in Kenya, 
career data was obtained in 1982-1983 from 72 top and middle 
level managers employed in 41 manufacturing/processing 
firms. Twenty-two of these firms are subsidiaries of 
foreign-based multinationals, fifteen are locally owned, and 
four are publicly owned firms. With one exception, the 
local firms are owned and operated by Kenyan Asians. These 
firms employ few Kenyan-African or Kenyan-Asian managers; 
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their owners prefer to obtain managers, on contract, from 
India, Pakistan and Bangladesh. As a result, the number of 
interviews with Kenyan managers employed by non-
multinationally owned firms is much smaller than we had 
hoped to be able to obtain. 5 Publicly owned firms are firms 
in which the government holds a 50% share or more of the 
firm's equity and in which the managing director of the firm 
is a Kenyan citizen. 
The 41 firms included in this analysis were selected 
from labor enumeration data and were restricted to those 
employing fifty or more employees at any time during the 
1978-1982 period. This was done to ensure that the firms 
would be sufficiently large to warrant their employing 
managers as distinct from being owner-operated or engaging 
supervisor non-managers. Firms employing fifty or more 
' 
workers, according to the Kenya Statistical Abstract, 
account for approximately 89% of all employees in the modern 
manufacturing/processing sector. 
In order to analyze the significance of the role played 
by multinational firms in spreading managerial know-how 
throughout the Kenyan economy, an attempt was made to 
compare the performance of multinational and non-
multinational firms. Research completed by a number of 
investigators indicates that multinational firms located in 
LDCs have provided an appreciable quantity of managerial 
training and do employ local managers in many positions. 
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But the quantity of training and employment of managers, as 
well possibly as the inter-firm mobility of those managers, 
while appreciable, may be the same or even less than that 
found in non-multinational firms. If this is the case, then 
the role played by multinationals in transferring managerial 
know-how to the broader economy would be less significant 
than might otherwise be assumed. Therefore, to obtain a 
comprehensive analysis of the role played by multinationals 
in promoting the spread of managerial know-how, what is 
required is an analysis which compares the experience of 
managers trained in both multinational and local firms to 
apply their know-how in firms and occupations other than the 
ones in which their training occurred. 
Since the study is meant to have a comparative focus, 
industries having representatives of both multinational and , 
local firms were emphasized. An attempt has also been made 
to ensure representativeness in the coverage of industries. 
The major products produced by the 41 firms included in the 
study fall into nineteen four-digit ISIC categories, which 
is 35% of all of Kenya's four-digit ISIC coded industries. 
In selecting Kenyans to interview in order to obtain 
the required employment career data, care was taken to 
ensure that they were either top or middle level managers, 
and thus were likely to have had appreciable managerial 
training and/or work experience as managers, as well as 
adequate time in the labor force to have experienced inter-
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firm mobility. Ensuring that one is actually a manager and 
not simply serving as "window-dressing" is a difficult task, 
but one that is critical to a study of manager mobility. To 
determine whether an individual was indeed a top or middle 
level manager, company organization charts were examined to 
identify where the individual fit in the firm's hierarchy, 
to whom the individual reported, and how many in the firm 
were required to report to that individual. In interviewing 
individual managers, information was sought concerning the 
range of responsibilities he or she exercised including 
their budgetary discretion, and the exercise commanded over 
the right to hire, fire, and assign others. Also, various 
outward manifestations of the individual's managerial 
position were examined including the size and furnishings of 
one's office, automobile, travel and educational allowances, 
etc. Finally, individuals were asked to describe their 
managerial duties and to identify the level of management 
they felt they currently occupied. 6 
Seventy-two managers provided a listing and description 
of all of the jobs they held from the time they first 
entered the labor force, noting their responsibilities in 
each position and the month and year in which they began to 
exercise these responsibilities. We also obtained 
information on the length of time spent employed in a 
particular firm; whether the firm was part of a 
multinational organization, locally owned firm or publicly 
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owned; the level of formal education completed prior to and 
subsequent to entering the labor force; content and length 
of time devoted to all forms of training obtained since 
entering the labor force. 7 
One of the difficulties encountered in working with 
this data is how to treat mobility that involves the 
individual moving from the non-private to the private 
sector; a number of the managers interviewed had, during 
the course of their employment history, moved from the 
military, education or government bureaucracy to the private 
sector. 8 We decided to consider service in these spheres of 
government as equivalent to employment in a firm. Also, an 
attempt was made to assign managerial ranks to those 
employed in the public sector, such assignments being made 
in accordance with the criteria discussed above. As a 
result, headmasters, colonels, members of Parliament, to 
cite a few examples, were considered as equivalent to top 
level managers in the private sector. 9 
DATA ANALYSIS 
Of the 72 Kenyan managers in our survey, 47 were 
employed in subsidiaries of multinational firms at the time 
of the data collection exercise, 16 were in locally owned 
firms, and the remaining 9 managers were in publicly owned 
manufacturing/processing firms. The 47 top and middle level 
managers employed by the 22 multinational firms represented 
11.8% of all of their top and middle level managers, and 
11 
14.7% of all of their Kenyan managers. Managers included in 
the survey represented 14% of all managers of the locally 
owned firms and 26.3% of all of their Kenyan managers. For 
publicly owned firms, the comparable statistic was 17% of 
all top and middle level managers, and 22.5% of all of their 
Kenyan managers. 10 
The average manager in our sample was 38 years old, had 
almost 15.5 years in the labor force, ll of which were at 
the management level. Thus, the managers surveyed had ample 
opportunity to experience inter-firm mobility. There are 
some interesting differences in the employment, training and 
mobility experiences of managers which are presented and 
summarized in the following Tables. 11 
TABLE 1 
Kenyan managers employed and trained as managers only in 
subsidiaries of multinational finns 
NUMBER OF MANAGEMENT TRAININ3 
YEARS OR EMPLOYED --------------------------------
WEEKSa EMPLOYED AS MANAGER TOTAL ON-JOB SO!OOLb 
0 - 5 0 7 2 8 29 
5+ - 10 10 14 8 10 2 
10+ - 15 11 8 3 2 0 
15+ - 20 7 2 6 5 0 
20+ - 30 4 1 8 4 1 
30+ 0 0 5 3 0 
Mean 13.6 9.6 22 14 2 
~tal employment and employment as a manager measured in years; 









bschcol refers to time spent attending seminars, ccurses, etc., outside 
the firm in Kenya; overseas training may also include time spent in 
attending seminars, ccurses, etc. , outside of the firm. 
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TABLE 2 
Kenyan managers employed and trained as managers only in 
l=ally owned finns 
NUMBER OF MANAGEMENT TRAINDG 
YEARS OR EMPLOYED --------------------------------
WEEKS EMPLOYED AS MANAGER TOI'AL ON-JOB SOiOOL OVERSEAS 
0 - 5 1 2 4 5 5 6 
5+ - 10 1 2 1 1 0 0 
10+ - 15 2 1 0 0 0 0 
15+ - 20 2 1 0 0 1 0 
20+ 0 0 1 0 0 0 
Mean 11.9 8.9 5.3 2.2 3 0 
TABLE 3 
Kenyan mana9'ers employed and trained as managers only in 
publicly owned finns 
NUMBER OF MANAGEMENT TRAINING 
YEARS OR EMPLOYED --------------------------------
WEEKS EMPLOYED AS MANAGER TOI'AL ON-JOB SCHOOL OVERSEAS 
0 - 5 1 2 1 4 2 4 
5+ - 10 0 1 0 1 1 1 
10+ - 15 2 3 1 0 1 0 
15+ - 20 2 0 1 0 0 0 
20+ 1 0 3 1 2 1 
Mean 14 9.2 35.8a 7 13 15.8 
cl.n:ds statistic is distorted by the inclusion of one manager who 
obtained almost all of his training while an officer in the Kenyan Anny. 
Omission of this obsei:vation would reduce the mean number of weeks of 
management training received by employees whose entire managerial 
experience was restricted to publicly owned firms to 20.2 weeks, 
schooling to 9.4 weeks, overseas training to 2.6 weeks, and would raise 
on-the-job management training to 18.2 weeks. 
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Forty-four (61%) of the 72 managers experienced no 
mobility between multinational, local and/or publicly owned 
firms from the time they first entered the labor force and 
began to obtain managerial training. Most of these non-
mobile managers were employed by subsidiaries of 
multinationals (32) but as a proportion of total Kenyan 
managers employed by a particular category of firm and 
represented in our sample, the ratio of non-mobile managers 
to total managers was much the same for both multinational 
firms (68.1%) 12 and publicly owned firms (66.7%). A 
minority of the managers employed by locally owned firms 
(37.5%) exhibited a similar lack of inter-firm mobility. 
Managers trained and employed by subsidiaries of 
multinational firms had approximately as much total 
employment experience and managerial experience as their , 
counterparts in publicly owned firms, and both groups of 
managers had somewhat more experience than managers in 
locally owned firms. Major differences between managers 
trained and employed by multinationals and other firms 
begin to appear when we focus on the total amount of 
training and composition of that management training being 
provided by the different kinds of firms. Multinationals 
provide about the same total amount of training as public 
firms, which is appreciably greater than that offered by 
locally owned firms. 13 Multinationals tend to provide much 
more on-the-job and overseas managerial training than either 
14 
locally owned or public firms, while public firms emphasize 
management training seminars and courses available in Kenya. 
Locally owned firms, as 0 Table 2 indicates, provide very 
little in the way of any managerial training, assuming that 
would-be managers would learn what they need to know on 
their own. 14 
Twenty-eight of the top and middle level Kenyan 
managers in this survey experienced some mobility between 
multinational, local, and publicly owned firms after first 
receiving management training and/or first being appointed 
to a managerial level position. 15 Fifteen (53.6%) are 
currently employed in subsidiaries of multinationals; ten 
(35.7%) are employed in local firms; three (10.7%) are in 
publicly owned firms. Table 4 summarizes the source of 
management training obtained by those managers who were , 
employed as managers in different kinds of firms. Table 5 




Managerial training obtained by Kenyan managers who experienced 
mobility between multinational, local and public firms after 
receiving such training 
SOURCE OF MI\NAGEMENT 'l'RAININ3 - % OF TOTAL TRAINir,x; 
OJRRENT ---------------------------------------------------
EMPLOYMENI' MULTINATIONALS LOCAL FIRMS PUBLIC FIRMS 
MULTINATIONALS 100.0 
100.0 




























Number of weeks 63 5 12 
8Two of the managers cu=ently employed in local firms had received no 
training; one of these managers had spent 15 years employed in 
multinational firms, 3 as a manager and 12 employed in l=al firms, 7 
as a manager. 'Ihe other manager worked for multinational firms for 4 
years, all as a manager, and 8 years for local firms, 7 as. a manager. 
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TABLE 5 
El:nployment experience of Kenyan managers who experienced 




Number of years 
Mean 
LOCI\L FIRMS 
Number of years 
Mean 
PUBLIC FIRMS 
Number of years 
Mean 


















































































ain almost all cases, managers moved from one type of firm, i.e., 
multinational, lcx::al or public, to another type of firm. '!here were 
very few cases of managers moving from, say, a multinational firm to a 
lcx::al firm and back to a multinational firm. 
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According to the data summarized in Tables 4 and 5, the 
"spread effect" of managerial training and work experience 
appears to have been much more from local and public firms 
towards the multinationals than from multinational firms 
towards local and public firms. The majority of manager~ 
who had experienced mobility between the different kinds of 
firms, 54% of the total of such mobile managers, are 
currently employed by multinational firms. Furthermore, 
managers currently employed by multinationals obtained 
appreciably more management training from other firms, 
especially from publicly owned firms, than was true of 
managers currently employed by local and public firms who 
had, at some point during their employment careers, worked 
in subsidiaries of a multinational firm. Managers who had 
moved from local and/or public firms to multinationals 
carried with them, on average, 38.2 weeks of managerial 
training. The manager who had been employed in a 
multinational before moving on to a local or publicly owned 
firm had accumulated, on average, 21.4 weeks of training. 16 
With respect to the actual work experience of managers 
in different kinds of firms, managers hired away from local 
and/or public firms by multinationals came with an average 
of 7.2 years of prior managerial work experience, while 
managers hired away from multinationals had obtained only 




An important argument for less economically developed 
countries striving to attract foreign direct investment is 
to obtain technology from more advanced economies. To do so 
requires, in part at least, that indigenous managers be 
trained, and that this training be diffused broadly over the 
host country economy. According to our data, this diffusion 
has not occurred. Very few Kenyan managers who received 
managerial level training in multinationals moved on to non-
multinational firms. We also found that, contrary to what 
the literature asserts, neither the extent nor composition 
of the management training provided by multinational firms 
in less economically developed countries such as Kenya are 
significantly different than the management training offered 
by non-multinational firms. Finally, our data reveals that, 
to the extent managerial know-how is being spread by 
managers moving from one firm to another, that movement has 
occurred at the expense of local and publicly owned firms, 
managers trained in these firms moving into rather than from 
multinational firms. Finally, the fact that managers were 
able to move from local and publicly owned firms to 
multinationals and were able to perform their managerial 
duties without requiring additional managerial training 
indicates an absence of workplace specificity. Our findings 
regarding the spread effect of training offered to 
indigenous managers by multinational firms is but another 
19 
example of how very limited has been the contribution made 
by multinationals to the economic growth and development of 
less economically developed countries. 
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NOTES 
1Richard N. Farmer and Barry M. Richman, "A Model 
for Research in Comparative Management," in Richard D. Hays, 
Christopher M. Korth and Manucher Roudiani (eds.), Inter-
national Business: An Introduction to the World of the 
Multinational Firm (New Jersey: Prentice Hall, 1972), pp. 
107-24. 
2Howard Pack, "Employment and Productivity in Kenyan 
Manufacturing," in D. Ghai and M. Godfrey (eds.), Essays on 
Employment in Kenya (Nairobi: Kenya Literature Bureau, 
1979), p. 30. 
3There are many such "lists" of managerial 
responsibilities. This one is from Robert W. Sarnoff, 
"Mul tinationalism: A New Challenge to Management," in Hays 
et al, op. cit., pp. 276-81. 
4Another way in which multinational firms might 
enhance the supply and quality of indigenous managers is by 
training managers who are employed by other firms. This 
might be done in order to facilitate an improvement in the 
quality and delivery time of inputs purchased by the 
multinational from other firms or to enhance the marketing 
of the multinational's products by other firms. In the case 
of Kenya, we found very little evidence to indicate that 
multinationals provided any such training services. Indeed, 
we found that, with rare exception, multinationals rarely 
purchased inputs from local firms in Kenya. For more on 
this aspect of the operations of multinational firms in 
Kenya, see Irving Gershenberg, Multinational Enterprise, 
Transfer of Managerial Know-How, Technology Choice and 
Employment Effects: A Case Study of Kenya (Geneva: 
International Labour Office, 1983), Working Paper No. 28, 
Research on Employment Effects of Multinational Enterprises. 
5This preference of Kenyan-Asian owners for overseas 
managers is discussed in Gershenberg, "Labor, Capital and 
Management Slack in Multinational and Local Firms in Kenyan 
Manufacturing," Economic Development & Cultural Change, 
forthcoming. 
6 In response to the question, "What level of 
management do you consider yourself to be at, given the 
responsibilities you exercise?," a number of those we 
interviewed noted that the position they held in Kenya was 
at a different level of management than what would be found 
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in another country where the firm operated. This is not the 
same as saying that these managers felt they were being used 
as "window dressing," only that the hierarchy of titles and 
responsibilities in Kenya was thought to be different than 
what might be found in other places. 
7 rn order for training to be said to have occurred, 
the individual must have been informed of the purpose of 
such training, the training must have been directed or 
otherwise involved some other individual who was responsible 
for providing direction and evaluating the progress made by 
the trainee. A simple movement from one position to another 
is not considered to constitute training. 
8Firms owned by government which produce and market 
products on terms similar to those of privately owned firms 
are, for purposes of this study, treated as private sector 
firms. 
9 rn deciding what, if any, level of management to 
assign to a public sector e'mployee, we had reference to the 
kinds of management jobs such individuals obtained when they 
moved to private firms. Generally, such moves at the 
managerial level did not require that any significant 
additional managerial training be given in order for the 
person making such a move to function as a manager in the 
private sector firm. Another way of putting this is that 
management training in the public sector tends not to be 
sector or firm specific. 
lOKenyan top and middle level managers accounted for 
80.1% of all top and middle level managers employed by 
multinationals in the sample. The equivalent statistic for 
locally owned firms was 53.3% and 75.5% for publicly owned 
firms. Hence, foreign owned firms appear to have made 
greater progress in indigenizing their top and middle level 
managerial cadre than the locally owned firms in Kenya's 
modern manufacturing/processing sectors. 
11 Another potentially significant difference which 
may be expected to influence the readiness of firms to 
provide management training and promotion is the level of 
education completed prior to entering the labor force. This 
also serves to distinguish the various kinds of firms in our 
analysis. Fifty-one percent of managers employed by multi-
nationals held college diplomas. This contrasts with the 
44% of managers employed by publicly owned firms and 25% of 
managers in local firms. 
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12 Nineteen of the 32 non-mobile multinational 
managers (59.4%) failed to exhibit any mobility between 
different multinational firms after receiving any management 
training. The comparable statistic for non-mobile local 
managers is 66.7% and 50% for managers employed by publicly 
owned firms. 
13 This discussion takes into consideration the note 
appended to Table 3. 
14 The proportion of total management training in 
multinationals which occurs on-the-job is 63.6%; in local 
schools, 9.1%; overseas, 27.3%. In local firms the 
distribution is on-the-job, 41.5%; local schools, 56.6%. 
In publicly owned firms it is on-the-job, 40.6%; local 
schools, 46.5%, and overseas, 12.9%. 
15 This statement is not strictly correct in that a 
number of our managers had taken management courses or 
degrees at college prior to entering the labor force. Pre-
employment management course work was not counted as part of 
management training. 
16 Thirteen managers currently employed by 
multinational firms received 46% of their total management 
training in local and public firms. This training was 
distributed as follows: 29.5 weeks on-the,-job; 1.8 weeks 
in local seminars; 12.8 weeks overseas training. Seven 
managers currently employed by local and/or public firms 
obtained 95% of their total managerial training from 
multinational firms. This training was distributed as 
follows: 15.4 weeks on-the-job; 1.9 weeks in local 
seminars; 41 weeks overseas. Thus, managers currently 
employed in multinational firms received more of almost 
every kind of training from local and public firms than was 
true of the managers who received some of their managerial 
training while employed by multinationals before moving on 
to local or publicly owned firms. 
23 
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